Abstract :This study aimed at analyzing and examining the influences of competence and motivation on the regional finance management performance using regional performance incentive/reward as moderating variable. The employed analysis mode is PLS (Partial Least Square). The study was carried out at the regional work units in Bulungan. The sampling technique was purposive sampling. The results of this study indicates that competence and motivation variable positively influence the performance of regional financial managers. Performance financial incentive has yet to be proven to strengthen competence effect on the performance of regional financial managers, but it has proven to strengthen the influence of motivation on the performance of the regional financial managers. Thus, it can be concluded that the higher the competence and motivation of regional financial managers, the performance will increase. The employees' motivation are increasing when policymakers reward them the incentive as an appreciation to achieve better performance.
INTRODUCTION
The carrying out of the regional administartion' authority is enacted in law Number 32
Year 2004 in subject of regional Governance, which then preceeded with the issuance of law NO 33 Year 2004 as to Financial Balance Between Central Administration and Local Administration resulting in the local obligation and right can be assessed by way of cash so that there should be a managaement on the regional finance. Regional Finance Management is the whole activities covering planning, execution, administration, reporting, accountability, and regional finance monitoring. In fact, managing regional finance is not simple, the regional administration must optimize all resources in their disposal, one of them is human resource. Pradiningrum, Lestari, dan Santoso (2013) To head towards optimum performance must be backed with highly-competent and highly-motivated resources and proper reward, yet generally with regard to BPK' findings that as for the time being, Indonesia lacked on accounting-graduate human resources. Rewarding officers as motivations is still deemed not feasible in concert with the salary system in this country. Rusli (2013) affirmed that to refine the welfare and apparatus performance, the administartion enacted remuneration policy. This policy is expected to be able to create anew wayout upon the phenomenon currently negatively stereotyping of apparatus. Worse, as for the rampant hot topic on the corruption act of the officers happeing in every state institutions both in central and regional administration. In concert with Rusli, Anita (2015) argued that compensation rewarding to Public Officers was related to the attempt to improve public service.
The salary addition rewarding basis was in assent with Government Regulation Number 58 Year 2005 in subject of Regional Financial Management.
This study refers to Safwan's (2014) study. The relevance of research with Safwan (2014) is about the purpose of research, namely to determine the influence of competence and motivation on the performance of regional financial management. The difference of this research from Safwan (2014) is the object of research, Safwan (2014) the object of research is the Pidie Jaya Regency' administarion. On the other hand, the object of this research is Bulungan District Administration considering different object of research, hence, employee behavior is also different which also possibly influences to analysis result. This research adds reward variable as moderation variable. Contingency approach is done by assigning rewards as moderating variables designed as management control system to achieve organization goals. The researcher chooses the regional performance allowance as a moderating variable because the TKD is short term, considering the Government Regulation Number 58 Year 2005 that the regional performance allowance is given should consider the regional financial capacity and the approval of the local legislatures. The motivation of this research is to know the variables of moderation (incentive) to strengthen or weaken the influence of competence and motivation to the performance of local financial manager, considering that the reward in the form of performance allowance for several years has not seen any special impact to the performance of regional financial manager. Therefore, this study aims to 1). Test and analyze the influence of competence and motivation on the performance of local financial manager, 2). Testing and analyzing regional performance allowances strengthens / weakens the influence of competence on the performance of financial managers Bulungan District, and 3). Testing and analyzing local performance allowances strengthens / weakens the influence of motivation on the performance of financial manager of Bulungan District.
LITERATURE REVIEW AND HYPOTHESES

Agency Theory
The agency theory tends to emphasize contracts' efficient arrangement on the relationship between the principal and the agent. The efficient contract is a contract explaining the rights and obligations of both parties to minimize conflict between the two parties.
Eisenhardt (1989) stated that agency theory was eminently employed as the basis of theory that explained research in the field of accounting, economics, finance, marketing, political sciences, organizational behavior and sociology. Three important assumptions underlying agency theory are: a) Assumptions of human nature (human assumption). The assumptions of the basic traits are compartmented into three, namely: Self interest, namely human nature to prioritize self-interest. Bounded rationality, that is human nature that has limited rationality. Risk aversion, the human nature that prefers to avoid the risk. b) Organizational assumptions, these organizational assumptions are grouped into three: Conflict as the participant's objective, Efficiency as a criterion of effectiveness and Asymmetry of information between the principal and management / agent. c) Information assumption, information assumption is an assumption that information is a commodity that can be purchased.
Theory of Hope
The ego of every individual always wants a good result, then the driving force that motivates one's work spirit is contained in the hope that will be obtained in the future. This theory of hope was put forward by Vroom (1964) cited by Hasibuan, (1994-183) that the height of one's motivation is determined by three components: Expectation (expectation) of success on a task, Instrumentalist, the judgment of what would happen if succeed in performing a task (the success of the task to get a particular outcome), and Valence, that is response to outcomes such as positive feelings, neutral, or negative. A person's motivation is high if effort produces something that exceeds one's expectations and motivation is low if the effort made produces not as expected. Gitosudarmo and Sudita (2000; 44) that work performance is a combination of multiplication between ability, effort, skill and clarity of duties and responsibilities. If they are motivated to use the effort or ability, then the achievement will be better.
Contingency Theory
The contingency approach argues that the design and control system is dependent on the organizational context in which the control is carried out by Purwati and Zulaikha (2006) . The management accounting system depends on the situational factors present in each situation. A contingent approach to management accounting studies is needed to evaluate conditional factors that lead to more effective management control systems. Better relationship between the control system and the contingency variable is expected to improve organization performance. Gerdin and Greeve (2008) in Sudiarianti (2015) stated that contigency approach could be performed unless fulfilling the assumptions that became the ideas of contigency approach as follows: (a) there are no superlative organization design, exactly structured and uncertainly structured, implemented in an organization and (b) that various organization design possessed result opportunity of equal performance.
Competence
With regard with Spencer and Spencer (1993:9) argued that competence was as someone' fundamental characteristics and related to the individual performance effectiveness in running their jobs. The signification of that characteristic is a part of inner personality and embedded to someone as well as predictable personality in various circumstances and work task. The explanation of article 3 on PP Number 101 Year 2000 in subject of Public Officers Title Education and Training. In assent with that competence depiction, it can be inferred tht competence is an ability and characteristic to carry through or perform a particular work or task in the basis of skill and knowledge as well as supported by work ethic.
Motivation
In assent with Hasibuan (1994:159) Motivation is one' desire stimulant and work will drive and every motivation has its particular objective to achieve. Motivation study was introduced by McClelland (1961) stating that there are three kinds of human necesities, such as: Necessity to Achieve is an reflection from encouragement of responsibility for problem solving.
An officer who has necessity will achieve high and tend to dare to take risk. The necessity to achieve is a necessity to perform job better than before, always motivated to get high achievement; Necessity to affiliate is the necessity to affiliate is an initiative to interact with others, stay along with others, unwilling to harm others and necessity for power is the necessity for power is a reflection of an urge to claim an authority of possessing influence upon other people.
Reward
Giving rewards to employees should have a good impact in organization. Nawawi, H (2005: 319) argued that rewards were attempts to cultivate acceptance feeling (acknowledged) in the work environment, which touched on the aspects of compensation and aspects of relationships between workers to each other. Additional Income of Civil Servants (TPP) is an additional income in the form of money that is not included in the salary component provided to local public officers on the basis of workload, job performance, place of duty, professional scarcity and working conditions. This additional income of employees is given in accordance with the financial capacity of the region, then the additional amount of income in each region may be different. Implementation of TPP pursuant to Article 63 of Government Regulation Number 58 Year 2005 regarding Management of Regional Finance. TPP is an effort to improve the welfare of employees and foster motivation so that the performance of employees can go along as expected.
Regional Financial Management Performance
Performance term is derived from job performance or actual performance words. Mangkunegara (2013:67) argued that performance (work echievement) is a work result Jensen and Meckling (1976) argude that agency relationships can occur in all entities that rely on contracts, either explicitly or implicitly, as a reference to the behavior of participants' conduct. Contracts can be derived from common interests to achieve common goals (Shleifer and Vishny, 1986) . The importance for the achievement of the common goal in this research is the achievement of the maximum local financial manager that is the highest award for the Spencer and Spencer (1993: 9) states that competence is a characteristic that underlies a person and is related to the effectiveness of individual performance in his work. The meaning of these characteristics is part of a deep and attached personality to a person as well as predictable behavior in various circumstances and work tasks. From the definition of competence can be concluded that the competence is the ability and characteristics to implement or do a job or task based on skills and knowledge and supported by work attitude. HR having knowledge and expertise in accordance with the required fields and supported with a good working attitude will have an impact on the improvement of its performance.
Chaerunisa and Jaenudin (2015) research that examined the factors that influences employee performance provided empirical finding that the variables of education and training, work discipline, work motivation, and human resource capability affected the performance of employees. Then researches on the influence of competence on performance were undertaken by Safwan (2014) and Sujana (2012) . The results of Safwan's (2014) and Sujana (2012) studies provided proofs that competence affected employee performance. And the research of Mohklas (2015) stated that competence had a positive effect on employee performance. Taking into account some of the results of this study, it can be concluded that the higher the competence of employees, the performance of employees will increase. Based on the above explanation, the hypothesis proposed in this research are:
Hypothesis 1: Competence positively affects the performance of local financial managers.
Motivation with the performance of local financial managers
The theory of hope states that motivation is determined by the expected outcome or obtained as a result of its actions (Gitosudarmo and Sudita, 2000: 42) . Motivation in the management of an organization is generally given to all human resources and especially to subordinate employees within the organization. The motivation questioned how to encourage subordinate employee morale so that they work hard by expending all the abilities and skills to realize the goals of the organization. Basically, organizations not only expect capable, skilled and skilled employees but most importantly they want to work hard and compete to achieve optimal work. So to improve performance there must be a strong motivation in the employee.
With regard to Hasibuan (1994: 159) Motivation is a stimulus of desire and the driving force of one's willingness to work and every motive has a certain goal to be achieved. Motivation according to Fillmore H. Stanford (1969: 173) quoted Mangkunegara (2013) mentions that motivation as a condition that moves people towards a particular goal. Mangkunegara (2013) argues motivation is a condition that moves employees to be able to achieve the purpose of motive. Based on the opinion of some experts mentioned above it can be concluded that motivation is a mover or drive from within a person to achieve an expected goal.
There are several factors that affect the performance of one of them is motivation. As the research conducted by Larasati and Gilang, (2014) that work motivation has a positive influence on employee performance Witel Bekasi. The subject reinforces Keith Davis's statement, quoted by Mangkunegara (2005: 13) states there are two main factors that affect the individual's performance of the ability (ability), and motivation of the work (motivation) of the individual. This opinion is also supported by Safwan (2014) that the motivation has an effect on the performance of local financial management. This means that high employee motivation can improve employee performance. From the explanation, the hypothesis proposed in this research are:
Hypothesis 2: Motivation positively affected Regional performance incentives, competences, and performance of regional financial managers Sugiono (2004) argued that no universal strategy was superior, regardless of organizational or environmental context, they usually used a contingency perspective. In the context of management control, one of the tools used by management is to provide rewards / rewards. As the opinion of Mulyadi (2000: 29) which stated that performance-based reward system was an important control means used by the organization to motivate personnel to achieve corporate goals with behavior in accordance with the expected company. So the reward becomes one of the important indkators as a controller as a supporter so that employees improve the ability as expected by the company / organization. The statement is also reinforced by Budiman (2009) that reward as a moderation between the ability of human resources to the performance of employees could give a different effect, namely the higher the ability of human resources, the performance of employees will be higher. Thus the regional performance reward / allowance can strengthen the relationship between competence with the performance of local financial managers. From the explanation, the hypothesis proposed in this research are:
Hypothesis 3: Local performance allowances can strengthen the influence of competence on the performance of local financial managers.
Local performance allowances, motivation, and performance of local financial managers
Furthermore, in predicting the improvement of motivation should the leadership not only focus on one of the conditions fakor work. These factors are intrinsic and extrinsic factors.
Intrinsic factors are related to achievement, recognition, work itself, responsibility and personal growth and development. Extrinsic factors relate to salary, job security, working conditions, status, corporate policy, quality of supervision and social security, Gitosudarmo and Sudita (2000: 35) . Then Hasibuan (1994: 137) states that if the rewards or rewards provided are large enough, managers will be easy to motivate subordinates. Sajudinnoor (2014) , stated that the compensation in the form of additional income to employees has a positive impact on improving employee performance. Thus giving a decent award then motivates employees to achieve better performance. From the explanation, the hypothesis proposed in this research are:
Hypothesis 4: regional work incentive can reinforce the influence of motivation on the performance of regional finance management officer.
METHODS
This research is a casuality type, the population is the regional finance management The number of the generated sample is as follows: 
Operational Definiton
The intended competence of this study is knowledge possessed by regional finance management official in bringing off ther tasks and responsibilities in the basis of knowledge, ability/skill, and work ethic. The variable indicator of this competence is adapted from Irwan Motivation is the impetus or driving force of a person to be able to achieve maximum achievement. To measure this variable of motivation researchers adopted from research Budiman (2015) and has been adjusted by researchers in accordance with the object of research. The indicators are: a) The need for achievement, is the need to do the job better than before, always desiring to achieve higher achievement. Includes: the effort to achieve the achievement, enjoy the job, mastering the job, easy and quick to understand the new job. b) The need for affiliation, an encouragement to interact with others, be with others, not do anything to the detriment of others. Includes: curiosity of how progress is being made while completing the task, working with the financial management officers both in SKPD itself and other SKPD and involving several people in the organization if there are problems to be solved together. c) The need for power, is a reflection of the drive to reach the authority to have influence on others. Includes: an attempt to influence others in every activity and develop and seek new ideas for better work.
Regional Performance Incentive (TKD) is an award in the form of additional income given to Public Officers on workload, work performance and working conditions and place of duty and scarcity of profession with the aim to improve employee welfare and performance improvement.
To measure the regional performance allowance the researcher used the indicator adopted from Mardjoen (2013) and has been adjusted by the researcher according to the object of the study. 
RESULTS
Testing measurement model (outer model)
Outer model or measurement model is the stage to evaluate the validity and reliability of for the discriminant validity test, the value of cross loading> 0.5 and AVE root is higher than the correlation value between variables. Furthermore, the reliability test is considered reliable because it has met the requirements specified, namely the value of conbachs alpha> 0.6 and composite reliability> 0.7. (should the data be attached).
Structural Model Test (inner model)
The 
Effect of competence on the performance of PKD
In Table Results Hypothesis Testing gives an overview of the first hypothesis testing (H1) which indicates a positive influence between competence on the performance of local financial managers. The test results can be seen from the T-statistic value of 3.472 which means that the relationship between competence to the performance of regional financial managers is significant because when compared with the T-table is 1.64 then the value of t-statistics> t-table and also obtained coefficient value of 0.382 indicating the direction of the relationship is positive. Thus it can be concluded that the hypothesis is accepted. This description explains that the competence has a positive effect on the performance of regional financial managers which means the higher the competence of the local financial manager, the performance tends to be better. Financial management officers in carrying out their duties are based on expertise and knowledge and supported by ethical behavior, the work tends to increase and better.
The results of this study are consistent with research conducted Safwan (2014) 
The influence of motivation on the performance of PKD
Testing the second hypothesis (H2) which indicates that the motivation has a positive effect on the performance of local financial managers. In the Hypothesis Testing Table can be seen from the t-statistic value of 1.691 and the value of coefficient 0.204 which means that the relationship between the motivation with the performance of local financial managers have a positive effect because if t-statistics compared with t-table is 1.64 then the value of t-statistics> t-table, thus it can be concluded that the hypothesis is accepted. This description explains that the higher the motivation of the financial management employees, the performance of local financial managers will be better.
Achieving the performance of good local financial manager also required motivation from the employees themselves. Regional finance managers must have the drive to achieve better performance, enjoy work, occupy the job and quickly adapt in understanding new jobs or tasks and encourage them to develop new ideas for better work.
The results of this study are consistent with research conducted Safwan (2014) , which examines the influence of competence and motivation on the performance of local financial management. The result of his research stated that motivation have positive effect to the performance of local financial management. The results of this study also supports the results of research linking motivation to employee performance investigated by Sujana (2012) ; Pradiningrum (2013) and Mohklas (2015) and Sutrisno, Fathoni and Minarsih (2016) .
DISCUSSION
The moderation effect shows the interaction between the moderator variable and the independent variable (predictor) in influencing the independent variables. In the moderation effect test can be seen in the table of total effect not on the coefficient table due to the effect of moderation not only tested the direct effect of the independent variable to the dependent variable, but also the interaction relationship between the independent variable and the moderation variable to the dependent variable (indirect effect ). Therefore the total effect is used to see the effect of total prediction (direct effect and indirect effect). The following can be illustrated hypothesis testing with moderation effects. Hypothesis 3 (H3) states that regional performance allowances can strengthen the influence of competence on the performance of local financial managers. In Table Result Testing Hypothesis value of total effect (KPT * TKD-> KPKD) can be seen at t-statistics is 0.058. The value is smaller than the t-table value of 1.64 which means that hypothesis 3 (H3) is rejected. Thus it can be concluded that the regional performance allowance has not been proven to strengthen the influence of competence on the performance of local financial managers.This result is similar to the research conducted by Dalmy (2009) 
CONCLUSION
In view of the analysis and discussion results, thereby, it can be drawn to conclusions:
Firstly, Competence affects on the performance of regional finance management officials, meaning that the higher the competence that finance management officials have, the better their work performance. This result is in concer with the studies carried out by Safwan (2014) and complements the studies of Emmyah (2009) Secondly, motivation effects on the performance of regional finance management officials signifying that the higher the motivation that the officials possess, the better their work performance/improve. This result is in concert with the study of Safwan (2014) and the preceeding studies of Sujana (2012); Pradiningrum (2013) ; dan Mohklas (2015) .
Thirdly, the Regional Performance Incentive has yet to be proven to be able to strengthen the relation between the competence variable to the performance of the regional financial manager. This indicates that the high or low regional performance allowances given to competent employees have not had an impact in improving the performance of local financial managers. These results are consistent with research conducted by Dalmy (2009) .
Fourthly, regional performance incentive can strengthen the relationship between motivation variable to the performance of regional financial manager which means that the influence of employee motivation takes up unless given the award in the form of regional performance allowance that will impact on the better performance. These results are consistent with research conducted by Budiman (2015) .
Accordingly overall can be signified that regional finance managers whose competences are high and highly motivated, in result, their performance can improve. The motivation of the officers get better unless the policy makers reward them proper performance incentive to reach better work performance.
The limitation in this study is the wrong timing over the distribution of the questionnaires to the finance managers in Regional Work Unit. The distribution was carried through in the end of Novemebr up to mid of December. The intesity of the workers throughout that month was considerably high and conflicting with the making of Regional Budget and Expenditure, Fiscal
Year 2017 and the adjustment of regional apparatus organization due to the issuance of Government Regulation No. 18 of 2016 which regulates the organization of regional devices.
These activities had an impact on the rate of return of the questionnaire and the understanding of the statement on the questionnaire. Not to forget the time and cost, given the vast area of Bulungan District and the lack of transportation facilities.
There are still several other variables that can affect the performance of regional financial managers. It is expected that other succeeding researchers who are inclined to undertake the research with the same topic, it is advisable to add other variables such as organizational culture. Organizational culture has a tendency to affect the performance of regional financial managers. The reason for the suggested organizational culture is that the performance of the regional financial manager is inseparable from a value owned by the financial manager and is manifested in the form of norm or behavior. Other researchers are able to carry 
